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GETTING THE MOST FROM MBA INTERNSHIPS: PROMOTING INTERN 
LEARNING AND JOB ACCEPTANCE 
GERARD BEENEN AND DENISE M. ROUSSEAU 


MBA internships are commonly used for training and recruiting management talent. 

Yet, research overlooks what makes them effective. A longitudinal study investigates the 
relationships that goal clarity, autonomy, and prior experience have with MBA intern learning 

and job acceptance intentions. Results show learning partially mediates the relationship of goal 
clarity to job acceptance intentions, and that less experienced MBA interns learn more under 
conditions of high goal clarity and low autonomy (i.e., when their roles are more structured). We 
discuss how role structures and learning can inform effective training and recruiting of interns, and 
management of short-term workers in general. 


WHEN DO HIGH-LEVEL MANAGERS BELIEVE THEY CAN INFLUENCE THE 
STOCK PRICE? ANTECEDENTS OF STOCK PRICE EXPECTANCY COGNITIONS 
BENJAMIN B. DUNFORD, WENDY R. BOSWELL, AND JOHN W. BOUDREAU 


Stock based rewards are often used to motivate high-level managers to take actions to increase 
the stock price of the firm. However, numerous constraints may weaken the perceived link between 
individual effort and stock price appreciation for many recipients. This study introduces a new 
construct, stock price Expectancy, which we define as individuals’ perceptions of in/luence over 
their firm’s stock price. We examined its antecedents in a sample of 349 high-level U.S. managers 
and found that employment at corporate headquarters, firm size, hierarchical level, and contact 
with investment analysts predicted stock price expectancy perceptions. 


CONTEXT-BOUND CONFIGURATIONS OF CORPORATE HR FUNCTIONS IN 
MULTINATIONAL CORPORATIONS 


ELAINE FARNDALE, JAAP PAAUWE, SHAD S. MORRIS, GUNTER K. STAHL, PHILIP STILES, 
JONATHAN TREVOR, AND PATRICK M. WRIGHT 


Considerable attention has focused on how multinational corporations (MNCs) deal 
with the simultaneous pressures of globalization and localization when it comes to human 
resource management (HRM). HR function activities in this process, however, have received 


(continued) 


3 
23 
| 


less focus. The study presented here identifies configurations of the corporate HR function 
based on international HRM (IHRM) structures, exploring how issues of interdependency 
shape corporate HR roles. The study is based on 248 interviews in 16 MNCs based in 

19 countries. The findings are applied to develop a contextually based framework outlining 
the main corporate HR function configurations in MNCs, including new insights into methods 
of IHRM practice design. 


CROSS-CULTURAL DIFFERENCES ON WORK-TO-FAMILY CONFLICT 
AND ROLE SATISFACTION: A TAIWANESE-BRITISH COMPARISON 
LUO LU, CARY L. COOPER, SHU-FANG KAO, TING-TING CHANG, TAMMY D. ALLEN, 


LAURENT M. LAPIERRE, MICHAEL P. O'DRISCOLL, STEVEN A. Y. POELMANS, 
JUAN |. SANCHEZ, AND PAUL E. SPECTOR 67 


The aim of this research was to explore relations between work and family 

demands and resources, work-to-family conflict (WFC), and work and family outcomes in 

a cross-cultural comparative context involving Taiwanese and British employees. 

Two-hundred and sixty-four Taiwanese employees and 137 British employees were surveyed 
using structured questionnaires.For both Taiwanese and British employees, work and family 
demands were positively related to WFC, whereas work resources were negatively related to 
WFC. Furthermore, WFC was negatively related to family satisfaction. More importantly, 

we found that nation moderated relationships between work resources and WFC, WFC and work, 
and family satisfaction. Specifically, work resources had a stronger protective effect for 
Taiwanese than British in reducing WFC, whereas WFC had a stronger detrimental effect on role 
satisfaction for British than Taiwanese. It is recommended that both culture-general and culture- 
specific effects should be taken into consideration in designing future WFC research and family- 
friendly managerial practices. 


EXPLORING THE ETHICALITY OF FIRING EMPLOYEES WHO BLOG 


SEAN VALENTINE, GARY M. FLEISCHMAN, ROBERT SPRAGUE, 
AND LYNN GODKIN 87 


This exploratory study evaluates the ethical considerations related to employees 

fired for their blogging activities. Specifically, subject evaluations of two employee-related 
blogging scenarios were investigated with established ethical reasoning and moral intensity scales, 
and . measure of corporate ethical values was included to assess perceptions of organizational 
ethics. The first scenario involved an employee who was fired because of innocuous blogging, 
while the second vignette involved an employee who was fired because of work-related blogging. 
Survey data were collected from employed college students and working practitioners. The 
findings indicated that the subjects’ ethical judgments that firing an employee for blogging was 
unethical were negatively related to unethical intentions to fire an employee for blogging. Moral 
intensity was positively related to ethical judgments and negatively related to unethical intentions 
to fire an employee for blogging, while individual perceptions of ethical values were negatively 
associated with unethical intentions. Finally, subjects perceived that terminating an employee for 
innocuous blogging that did not target an employer was more ethically intense 

than was firing an employee for work-related blogging. The implications of the findings for 
human resource professionals are discussed, as are the study's limitations and suggestions 

for future research. 


CONTINGENT WORKERS’ IMPACT ON STANDARD EMPLOYEE 

WITHDRAWAL BEHAVIORS: DOES WHAT YOU USE THEM FOR MATTER? 

SEAN A. WAY, DAVID P. LEPAK, CHARLES H. FAY, AND JAMES W. THACKER 109 
Previous research has suggested that workforce mixing—simultaneously using contingent workers 


and standard employees—can negatively affect standard employee attitudes and behaviors. In 
this study, we consider the impact of two reasons employers choose to use contingent workers 
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(to enhance standard employee employment stability and to reduce labor costs) on standard 
employee withdrawal behaviors (absenteeism and turnover). We posit that wher the aim of using 
contingent labor is to enhance standard employee employment stability (employment stability 
contingent labor strategy or ESCLS) the effects on standard employee withdrawal behaviors 

will differ from when the aim is to reduce labor costs (labor cost contingent labor strategy, or 
LCCLS). Using a sample of 90 firms that employ a mixed workforce, we examine the influence 

of ESCLS, LCCLS, and high investment HR systems (HIHRS) standard employee withdrawal 
behaviors at the firm level. In addition to supporting the hypothesized direct (positive) effect of 
LCCLS on standard employee withdrawal behaviors, this study's results support the hypothesized 
moderating effects of HIHRS on the negative relationship between ESCLS and standard employee 
withdrawal behaviors and the positive relationship between LCCLS and standard employee 
withdrawal behaviors. Implications for research and practice and suggestions for further research 
are discussed. 
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EMPLOYEE SATISFACTION WITH MEETINGS: A CONTEMPORARY FACET 
OF JOB SATISFACTION 


STEVEN G. ROGELBERG, JOSEPH A. ALLEN, LINDA SHANOCK, CLIFF SCOTT, 
AND MARISSA SHUFFLER 149 


Given the ubiquity, time investment, and theoretical relevance of meetings to work attitudes, this 
study explored whether organizational science should consider employee satisfaction with meetings 
as a contemporary, important, and discrete facet of job satisfaction. Using affective events theory, 
we postulated that meetings are affect-generating events that meaningfully contribute to overall job 
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satisfaction. Two surveys queried working adults: Study 1 used a paper-based survey (n = 201), while 
Study 2 used an Internet-based survey (n = 785). Satisfaction with meetings was positively related to 
and significantly predicted overall job satisfaction (p < .05) after controlling for individual difference 
variables (e.g., participant background variables, negative affect), traditional job satisfaction facets 
(e.g., work, supervision, pay), and other conceptually relevant constructs (e.g., satisfaction with 
communication, organizational commitment). Exploratory (Study 1) and confirmatory (Study 2) factor 
analyses provided evidence that meeting satisfaction is a distinct facet of job-satisfaction. Finally, 

as hypothesized, the relationship between meeting satisfaction and job satisfaction depends in part 
upon the number of meetings typically attended. The relationship was stronger (more positive) when 
meeting demands were higher and weaker when meeting demands were lower. Implications for 
assessment, leadership development, on-boarding, and high potential initiatives are discussed. 


EFFECTIVE WORK-LIFE BALANCE SUPPORT FOR VARIOUS HOUSEHOLD 
STRUCTURES 
LIEKE L. TEN BRUMMELHUIS AND TANJA VAN DER LIPPE 


Today's workforce encompasses a wide variety of employees with specific needs and resources 

when it comes to balancing work and life roles. Our study explores whether various types of work- 
life balance support measures improve employee helping behavior and performance among single 
employees, employees with a partner, and employees with a partner and children. Using a sample 

of 482 employees at 24 organizations, the results showed that the organization’s work-family culture 
improved work performance among parents but reduced performance among singles. Singles’ work 
outcomes improved, however, when they had access to flexible work arrangements, whereas couples 
benefited from their supervisors’ social support. The results stress the importance of the employee's 
household structure when considering appropriate support for balancing work and life roles. 


STOCK PRICE REACTIONS TO GLBT NON-DISCRIMINATION POLICIES 
PENG WANG AND JOSHUA L. SCHWARZ 


This study examines workplace issues of gay, iesbian, bisexual, and transgender (GLBT) 
employees. Specifically, we analyze the effect of firm GLBT non-discrimination policies on that 
firm’s stock market value. Corporate equality index (CEI) is used as a proxy for how firms manage 
GLBT issues. Results reveal that changes in firms’ standardized CEI scores are positively associated 
with changes in firms’ standardized stock price trend during the following year. Our findings 
suggest that the stock prices of firms with more progressive GLBT non-discrimination policies 
relative to competing firms in the same industry outperform otherwise equivalent firms with lower 
CEI scores. 


SPECIAL SECTION ON ENTREPRENEURSHIP 


GUEST EDITORS NOTE 


LINKING ENTREPRENEURSHIP AND HUMAN RESOURCE MANAGEMENT 
IN GLOBALIZATION 
DOMINGO RIBEIRO SORIANO, SALVADOR ROIG DOBON, AND JUDITH TANSKY 


HUMAN RESOURCE MANAGEMENT PRACTICES AFFECTING UNIT 
MANAGERS IN FRANCHISE NETWORKS 
GARY J. CASTROGIOVANNI AND ROLAND E. KIDWELL 


Franchising is an important context in studying entrepreneurship and a growing area of business 
activity worldwide. To date, various studies have considered the strategic implications of decisions 
to retain firm ownership of particular units or to franchise them. Little attention, however, has 
focused on the differences between employee or franchisee managers of those units. We address 
this gap in the literature by offering a perspective on human resource management (HRM) and 
franchising that considers those differences, thus providing a bridge between the HRM and 
franchising fields of inquiry. 
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HIGH PERFORMANCE WORK SYSTEMS IN EMERGENT ORGANIZATIONS. 
IMPLICATIONS FOR FIRM PERFORMANCE 


JAKE G. MESSERSMITH AND JAMES P. GUTHRIE 241 


Emerging firms are the foundation for economic growth in today’s business world. Yet 

relatively little is known about the factors that contribute to the success or failure of developing 
organizations. This research study addresses this broad question by examining the role that high 
performance work systems (HPWS) play in the performance of high-tech new ventures. Using 
the resource-based and dynamic capability perspectives, this research project examines the 
links between HPWS and firm performance. Results indicate that HPWS utilization is positively 
associated with sales growth and innovation; however, a hypothesized mediating role for 
employee voluntary turnover was not supported. 


ADOPTING HRM PRACTICES AND THEIR EFFECTIVENESS IN SMALL 
FIRMS FACING PRODUCT-MARKET COMPETITION 
PANKAJ C. PATEL AND MELISSA S. CARDON 265 


Small firms face many challenges in creating a productive workforce given often severe resource 
constraints and informal organizational structures. This may be particularly problematic in 
industries with intense product-market competition. In this study, we focus on the relationship 
between product-market competition and labor productivity, particularly as influenced by both 
adopting human resource management (HRM) practices and having a group culture within the 
organization. We examine our model using data from 145 UK-based small and medium-sized 
enterprises. Our findings suggest that having a group culture is a key factor in the extent to 
which HRM practices are adopted, as well as how effective adopting these practices is for 
increasing labor productivity. 


DO OPENNESS TO EXPERIENCE AND RECOGNIZING OPPORTUNITIES 
HAVE THE SAME GENETIC SOURCE? 
SCOTT SHANE, NICOS NICOLAOU, LYNN CHERKAS, AND TIM D. SPECTOR 291 


Recognizing opportunities for new businesses is an important part of the entrepreneurial process, 
one that researchers seek to explain and human resource managers seek to encourage. In this 
study, we examined whether the same genetic factors that affect openness to experience also 
influence recognizing opportunities. We applied bivariate genetics techniques to a sample of 

twins and found that a substantial part of the heritability of recognizing opportunities is mediated 
through genetic influences on openness to experience. Evidence of genetic effects on opportunity 
recognition has important implications for how companies might think about selection and training 
and raises important ethical issues in human resource management. 


LINKING HR FORMALITY WITH EMPLOYEE JOB QUALITY: THE ROLE OF 
FIRM AND WORKPLACE SIZE 


DAVID J. STOREY, GEORGE SARIDAKIS, SUKANYA SEN-GUPTA, PAUL K. EDWARDS, 
AND ROBERT A. BLACKBURN 305 


The process of managing a small firm differs from managing a large firm, because small firms 
face distinct forms of risk and organize their human resources differently, often informally (Kotey 
& Slade, 2005; Storey, 2002). This paper introduces and tests a new variable, Self-reported Job 
Quality (SRJQ), as a key link in the causal chain between HR practices and outcomes. In comparing 
small firms with large ones, we present three key findings: (1) employee reports of job quality are 
highest in small firms and decrease as firm size increases; (2) in workplaces owned by large firms, 
job quality is highest in the smallest workplaces; and (3) workers in small workplaces owned by 
large firms report lower job quality than workers in comparable sized workplaces owned by small 
firms. Our findings are partially explained by how formally HR practices are implemented. We 
show that formality increases with firm size and workplace size. Importantly, evidence suggests 
that employing an HR professional (a key indicator of HR formality) lowers SRJC in single-site 
SMEs. Implications for small business owners, HR professionals in large and small firms, and 
policy makers are discussed. 
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THE STRENGTH OF HR PRACTICES IN INDIA AND THEIR EFFECTS ON 
EMPLOYEE CAREER SUCCESS, PERFORMANCE, AND POTENTIAL 
STEPHEN A. STUMPF, JONATHAN P. DOH, AND WALTER G. TYMON, JR. 


This study explores the role of HR practices for individual and organizational success via a 
survey of 4,811 employees from 32 units of 28 companies operating in India. We report on 
employee perceptions of the effectiveness of three specific human resource practices within 
their firms and the relationship of these practices to career success, performance, and 
potential. Companies operating in India appear to be creating strong human resource climates 
based on structured HR practices in performance management, professional development, and 
normalized performance ratings. The perceived effectiveness of these HR practices influences 
employees’ perceptions of career success and, to a lesser extent, organizationally rated 
performance and potential. We report differences in perceptions of HR practices among 
national, international, and global companies and among the industries of information 
technology (IT), manufacturing, and services. The relationship to perceived HR practices 

and outcomes was partially contingent on firm geographic scope and industry sector. 
Implications for research and practice are discussed. 


(HOW) DOES THE HR STRATEGY SUPPORT AN INNOVATION ORIENTED 
BUSINESS STRATEGY? AN INVESTIGATION OF INSTITUTIONAL 
CONTEXT AND ORGANIZATIONAL PRACTICES IN INDIAN FIRMS 

FANG LEE COOKE AND DEBI S. SAINI 


This paper investigates how human resources are managed in firms of different ownership 
forms in India and the extent to which strategic human resource management (hereafter 
strategic HRM) techniques have been adopted to support an innovation-oriented business 
strategy. Based on a qualitative study of 54 Indian managers from different firms, this study 
highlights the Indian institutional context for strategic HRM. It reveals the extent to which the 
Western approach to and configuration of high-commitment/performance models of HR 
practices may differ from those found in Indian firms. This study also has a number of 
practical implications for HR professionals, HR practices, and organizations in the 

global context. 


LINKING EMOTIONAL DISSONANCE AND ORGANIZATIONAL 
IDENTIFICATION TO TURNOVER INTENTION AND EMOTIONAL WELL-BEING: 
A STUDY OF MEDICAL REPRESENTATIVES IN INDIA 

SUSHANTA KUMAR MISHRA AND DEEPTI BHATNAGAR 


Influencing customers’ perception of service quality through service interaction is becoming imperative 
for organizations to sustain competitive advantage. As a result, the critical challenge before many 
organizations is to retain employees in service occupations and promote their well-being. This study 
examined the relationship of organizational identification and emotional dissonance with turnover 
intention and well-being among a sample of 468 medical representatives in the Indian pharmaceutical 
industry. Drawing from the conservation of resource theory, this study shows that apart from its direct 
effect, emotional dissonance has a mediating effect on the relationship of organizational identification 
with turnover intention and emotional well-being. Contributions of this study to the theory and practice 
of human resource management (HRM) are discussed. 


OUTCOMES OF INTENTION TO QUIT OF INDIAN IT PROFESSIONALS 
SANDEEP K. KRISHNAN AND MANJARI SINGH 


Intention to quit has been getting attention in the context of employee attrition, with focus on its 
antecedents. A related aspect that needs attention is the outcomes of intention to quit where little 
research has occurred, especially in the Indian context. The present study explores performance 
orientation, organizational deviance, and organizational citizenship behavior as outcomes of 
intention to quit of Indian IT professionals. These factors become critical in the context of human 
resource management because employees who want to quit may become less productive or 
even dysfunctional for the organization. Interviews and questionnaire-based survey were used 
in this research. The survey was conducted using software professionals with work experience 
of less than four years, with the results based on 533 responses. The initial results show that as 
hypothesized, intention to quit does lead to less performance orientation, higher organizational 
deviance, and less organizational citizenship behaviors. Further, exploration using structural 
equation modeling shows that performance orientation mediates the relationships between 
intention to quit and organizational citizenship behavior as well as between intention to quit and 
organizational deviance. This study’s findings imply that organizations need to understand that 
employees with a high intention to quit can prove costly from multiple dimensions. 


RECRUITMENT AND RETENTION IN FOREIGN FIRMS IN INDIA: 
A RESOURCE-BASED VIEW 
DIRK HOLTBRUGGE, CARINA B. FRIEDMANN, AND JONAS F. PUCK 


Foreign firms in India currently face two major challenges in human resource management (HRM): 
personnel recruitment and retention. For this study, we adapted the resource-based view (RBV) 

of the firm and tested which recruitment and retention practices positively impact the number of 
qualified applicants and the attrition rate in a sample of 80 North-Western European firms. Our 
findings suggest that a close relationship exists between using recruitment and retention practices 
shaped according to the RBV and these two efficiency criteria. We discuss the implications of our 
findings for both theory and practice as well as how our findings might transfer to other contexts. 
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MANAGING BPO SERVICE WORKERS IN INDIA: EXAMINING HOPE ON 
PERFORMANCE OUTCOMES 
GWENDOLYN M. COMBS, RACHEL CLAPP-SMITH, AND SUCHETA NADKARNI 457 


Much attention has been given to the explosion in business process outsourcing (BPO) 
operations in India. Little concern, however, has been paid to the performance of Indian 
service workers in these fast-paced and sometimes turbulent environments. Using a sample 
of 160 service workers from a privately held BPO firm in India, we examine the relationship 
between Indian service workers’ hope and their performance outcomes. Regression and 
structural equation model analyses indicated a significant positive relationship between 
Indian service workers’ levels of hope and their performance. These promising results highlight 
the importance of measuring and managing employee hope to maximize employee 
productivity and performance. By effectively developing and managing levels of employee 
hope, Indian BPO firms can effectively combat employee problems such as attrition, stress, 
and burnout that have plagued the BPO industry. Hope may also help mitigate the influence 
of aspects of Indian culture on human resource management practices in Indian BPOs. 


DIVERSITY MANAGEMENT IN INDIA: A STUDY OF ORGANIZATIONS IN 
DIFFERENT OWNERSHIP FORMS AND INDUSTRIAL SECTORS 
FANG LEE COOKE AND DEBI S. SAINI 477 


Strategically managing workforce diversity is a value-adding HR function that enhances organizational 
performance. Managing diversity is a complex and unique HR issue in India due to its religious 

and cultural diversity and the use of legislation by the Indian state to tackle societal inequities and 
complexities. This paper contributes to existing knowledge on diversity management and strategic 
HRM in the Indian context through an in-depth case study of 24 firms of different ownership forms in a 
number of industries in India. The main method of data collection was semi-structured interviews with 
110 managers at various levels and 102 non-managerial employees. Each interview was conducted 
individually. This paper takes the U.S.-originated concept of diversity management in the HRM context as 
a starting point. It uses this as a guide to investigate how the concept is understood and operationalized 
in several leading business organizations across different ownership forms and industrial sectors in 
India. Results reveal the differences between Western MNCs and Eastern firms as well as the varying 
views of Indian managers and employees on issues related to diversity management. 


DYNAMICS OF MENTORING RELATIONSHIPS IN INDIA: A QUALITATIVE, 
EXPLORATORY STUDY 
AARTI RAMASWAMI AND GEORGE F. DREHER 501 


To supplement the extant mentoring literature that has taken a predominantly Western/U.S. 
perspective, the present study examined the nature of mentoring relationships in a highly power- 
distant and collectivistic culture such as India. Twenty-nine Indian Masters of Business Administration 
(MBA) students participated in a qualitative study (using in-depth interviews) regarding Indian 
conceptualizations of mentors, the dynamics of mentoring relationships, their mentoring experiences 
in India, and the practice of mentoring as a career management tool. Content analysis revealed that 
while some aspects of mentoring seem culturally invariant, other aspects might be influenced by 
careers and socio-cultural contexts. The findings are discussed from relational and cultural perspectives 
with theoretical and practical implications for cross-cultural management and human resource practice. 


EMPLOYEE PERCEPTIONS OF REPATRIATION IN AN EMERGING 
ECONOMY: THE INDIAN EXPERIENCE 
MUKTA KULKARNI, MARK L. LENGNICK-HALL, AND REIMARA VALK 531 


As employees’ international mobility has increased, implementing repatriation processes has 
become a significant human resource (HR) issue. Through an exploratory study using a 
semi-structured interview method, we examine repatriated employees’ views about HR activities 
that facilitate and hinder the repatriation process in the emerging economy of India. Respondents 
described lack of formal repatriation assistance, no contact person in HR to help with repatriation, 
and lack of re-entry culture-related training as characteristic of the repatriation process. Managing 
employees’ expectations, along with creating a more sensitive, structured, and strategic HR 
function are recommended to improve the repatriation process. From a theoretical perspective, 
results point to the multi-dimensionality of the repatriation construct, and provide evidence 

of the context-specificity of HR practices. 
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HR LEADERSHIP FORUM 
EMERGING HUMAN RESOURCE PRACTICES AT ADITYA BIRLA GROUP 
ASHOK SOM 549 


This article describes in detail through a longitudinal case study the emerging nature of human 
resources (HR) practices at Aditya Birla Group and, more importantly, links it to the strategic 
redesign that the whole organization underwent from 1995 to 2006. The longitudinal case study 
provides a snapshot of the dynamic and turbulent nature of the new liberalized Indian economic 
environment and how an organization such as Aditya Birla Group needed to brace itseif from 
competition through innovative HR practices. The article argues that in challenging liberalizing 
business environments like India, the nature of HR itself demands that organizations develop new 
capabilities and that HR’s role is to reevaluate its competencies and develop new ones to help in 
the overall strategic redesign of organizations. The article elaborates on two critical issues: (1) the 
peculiarities and defining characteristics of HR models unique to India and (2) the main factors that 
shape people management policies and practices in the liberalized Indian environment. 
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SWIMMING AGAINST THE TIDE: OUTWARD STAFFING FLOWS FROM 
MULTINATIONAL SUBSIDIARIES 


DAVID G. COLLINGS, ANTHONY MCDONNELL, PATRICK GUNNIGLE, AND JONATHAN LAVELLE 575 


Studying the flows of parent country nationals in multinational enterprises (MNEs) to subsidiary 
operations has a relatively long tradition. Studying flows of subsidiary employees to other 
subsidiaries, as third country nationals, and to the corporate headquarters, as inpatriates, 
however, has empirically, much less pedigree. Drawing on a large-scale empirical study of MNEs 
in Ireland, this paper provides a benchmark of outward flows of international assignees from the 
Irish subsidiaries of foreign-owned MNEs to both corporate headquarters and other worldwide 
operations. Building on insights from the resource-based view and neo-institutional theory, we 
develop and test a theoretical model to explain outward staffing flows. The results show that 
almost half of all MNEs use some form of outward staffing flows from their Irish operations. 
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Although the impact of specific variables in explaining inter-organization variation differs between 
the utilization of inpatriate and third country national assignments, overall we find that a number 
of headquarters, subsidiary, structural, and human resource systems factors emerge as strong 
predictors of outward staffing flows. 


A MISSING LINK IN THE TRANSFER PROBLEM? EXAMINING HOW TRAINERS 
LEARN ABOUT TRAINING TRANSFER 
HOLLY M. HUTCHINS, LISA A. BURKE, AND ALICE MAY BERTHELSEN 


This study explores the role of HR practices for individual and organizational success via a 
survey of 4,811 employees from 32 units of 28 companies operating in India. We report on 
employee perceptions of the effectiveness of three specific human resource practices within 
their firms and the relationship of these practices to career success, performance, and 
potential. Companies operating in India appear to be creating strong human resource climates 
based on structured HR practices in performance management, professional development, and 
normalized performance ratings. The perceived effectiveness of these HR practices influences 
employees’ perceptions of career success and, to a lesser extent, organizationally rated 
performance and potential. We report differences in perceptions of HR practices among 
national, international, and global companies and among the industries of information 
technology (IT), manufacturing, and services. The relationship to perceived HR practices 

and outcomes was partially contingent on firm geographic scope and industry sector. 
Implications for research and practice are discussed. 


MANAGING TEMPORARY WORKERS BY DEFINING TEMPORARY WORK 
AGENCY SERVICE QUALITY 
CHUNG-TZER LIU, CINDY WU, AND CHUN-WEI HU 


This study investigates and defines the concept of service quality of a temporary work agency 
(TWA) from the perspective of temporary workers as the TWA’s internal customers. Specifically, 
we conducted two surveys using two separate samples of temporary workers to (1) develop a 
measure of TWA service quality based on service literature, and (2) test the newly developed 
measure’s reliability, factor structure, and validity. Exploratory factor analysis and confirmatory 
factor analysis results show that an effective temporary work agency is one that offers reliable 
placement services, appears interpersonally supportive in interacting with the temporary workers, 
provides individualized and customized service, is furnished with appealing tangible facilities and 
equipments, and offers services that are conveniently accessible before, during, and after the 
temporary job assignments. Structural equation modeling results further suggest that TWA service 
quality is directly related to temporary workers’ customer satisfaction with the TWA and perceived 
TWA service value, and is indirectly related to temporary workers’ customer loyalty to the TWA. 
Research and practical implications of this research are discussed. 


INDIVIDUAL AND CONTEXTUAL CORRELATES OF MANAGERS’ ATTITUDES 
TOWARD DEPRESSED EMPLOYEES 
ANGELA MARTIN 647 


Managers’ attitudes toward depressed employees play an important role in effectively managing 
depression in the workplace. The present study pilot tested a survey measure of managers’ 
attitudes toward depressed employees (n = 225). Exploratory factor analysis showed evidence of 
cognitive, affective, and behavioral dimensions in the measure of attitudes. Regression analyses 
examined relationships between the measure and a range of proposed individual and contextual 
correlates. Results showed that more negative attitudes toward depressed employees were 
endorsed by managers who reported a more internal locus of control, higher levels of stress, less 
familiarity with depression, and greater reticence to seek help. Managers who perceived their 
organizations to have unsupportive depression disclosure norms reported higher levels of stigma, 
and those whose organizations had a clear mental health strategy reported lower levels of stigma. 
The findings have important implications for developing human resource management strategies 
that deal with the increasing incidence and impact of depression in the workplace. 


FIRM REPUTATION, RECRUITMENT WEB SITES, AND ATTRACTING 
APPLICANTS 


IAN 0. WILLIAMSON, JAMES E. KING JR., DAVID LEPAK, AND ARCHANA SARMA 


Despite rapid growth in using Web sites to recruit applicants, little theoretical or empirical research 
has examined how firm attributes influence the effectiveness of recruitment Web sites. We develop 
and test a model that examines the relationship between the firm’s reputation as an employer, 

the attributes of the firm's Web site, and applicant attraction using data on business students’ 
reactions to the recruitment Web sites of 144 firms. Results indicated that the amount of company 
and job attribute information provided on a recruitment Web site, the Web site’s vividness, and 

the firm's reputation as an employer have a three-way interactive effect on prospective applicants’ 
perceptions of the recruiting organization. As such, certain Web site attributes were more effective 
for firms with poor reputations and others for those with a good reputation. The implications 

of these results for recruitment research and for firms using Web sites as recruitment tools are 
discussed. 
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GUEST EDITORS’ NOTE 


WHAT'S NEXT? LINKING ENTREPRENEURSHIP AND HUMAN RESOURCE 
MANAGEMENT IN GLOBALIZATION 
JUDITH W. TANSKY, DOMINGO RIBEIRO SORIANO, AND SALVADOR ROIG DOBON 689 
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IS INTERNATIONALIZATION ASSOCIATED WITH INVESTMENTS IN FIRM? 

A STUDY OF ENTREPRENEURIAL FIRMS IN EMERGING MARKETS 

SUSANNA KHAVUL, GEORGE S. BENSON, AND DEEPAK K. DATTA 693 


This study investigates how internationalization is associated with investing in HRM within 
entrepreneurial firms from emerging markets. Using a sample of 171 firms from India, China, and 
South Africa, we show that when firms internationalize into either more economically developed 
countries or into countries with stronger employment regulations, they also invest more in HRM 
practices. Moreover, firms led by CEOs with general management experience and those more 
concerned with meeting international standards invest more in HRM practices. Finally, HRM 
investments are also greater in entrepreneurial firms characterized by extensive international 
partnerships. Overall, our findings suggest that internationalization by entrepreneurial firms in 
emerging markets is associated with developing HRM practices. 


BOOSTING CORPORATE ENTREPRENEURSHIP THROUGH HRM PRACTICES: 
EVIDENCE FROM GERMAN SMES 
RALF SCHMELTER, RENE MAUER, CHRISTIANE BORSCH, AND MALTE BRETTEL 715 


Corporate entrepreneurship (CE) is highly important for small and medium-sized enterprises 
(SMEs) to remain competitive. It is difficult for these organizations, however, to choose relevant 
SME management practices to induce CE. The goal of this study is to determine which human 
resource management (HRM) practices promote CE in SMEs. We examined the interrelationships 
between specific HRM practices (staff selection, staff development and training, staff rewards, 
specialist assignments) and CE dimensions (innovativeness, risk propensity, proactiveness, 

new business venturing, and self-renewal). To that end, we analyzed empirical data from a 
cross-sectional dataset of 214 knowledge-intensive German SMEs. The results provided empirical 
evidence for the strong impact of staff selection, staff development, and training as well as staff 
rewards on CE. We contribute to current CE/HRM research, which is generally rather qualitative, 
by identifying specific productive approaches that SMEs can use to increase entrepreneurial 
activity through HRM practices and by discussing the positive impacts that such activity 

can produce. 


USING SOCIAL EXCHANGE THEORY TO PREDICT THE EFFECTS OF 
HIGH-PERFORMANCE HUMAN RESOURCE PRACTICES ON CORPORATE 
ENTREPRENEURSHIP: EVIDENCE FROM CHINA 

ZHE ZHANG AND MING JIA 743 


Using the foundation of social exchange theory, we examined underlying mechanisms linking the 
relationship of high-performance human resource practices and corporate entrepreneurship (CE). 


(continued) 


Specifically, we explore why and under what conditions these two concepts are related. A multilevel 
analysis of data from biotechnology pharmaceutical enterprises in the People’s Republic of China 
revealed that employees’ perceived organizational support (POS) mediated the relationship between 
high-performance human resource practices and CE. Further, organizational culture moderates 

the relationship between high-performance human resource practices and employees’ POS. 

The implications of these findings for management both theory and practice are discussed. 


WHEN R&D SPENDING IS NOT ENOUGH: THE CRITICAL ROLE OF CULTURE 
WHEN YOU REALLY WANT TO INNOVATE 
SHENG WANG, REBECCA GUIDICE, JUDITH W. TANSKY, AND ZHONG-MING WANG 


Organizations invest substantial resources in research and development (R&D) to increase 
long-term performance. Despite these investments, contextual contingencies can impact 
innovation. Our findings show that Chinese manufacturers with cultures emphasizing innovation 
and teamwork more effectively use financial resources in the innovation process. Findings also 
demonstrate that the impact of education on innovation is greater with low stability and high 
teamwork and innovation orientations. Results also indicate that a culture emphasizing outcomes 
and stability leads to lower levels of innovation irrespective of financial and human resources 
invested. Finally, we found a negative curvilinear interaction between R&D spending and 
outcome orientation on innovation. 
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ENTREPRENEURIAL HUMAN RESOURCE LEADERSHIP: A CONVERSATION 
WITH DWIGHT CARLSON 
DAVID C. STRUBLER AND BENJAMIN W. REDEKOP 


In his blunt and engaging manner, visionary entrepreneur Dwight Carlson has insightful and 
provocative things to say about leadership, communication and team development, and 
motivation. We argue that Carlson is an “entrepreneurial leader” who has learned how to create an 
environment that fosters innovation, hard work, a sense of fun, and “team spirit” and which results 
in highly motivated and productive staff. At the same time, we recognize that not all entrepreneurs 
necessarily share Carlson's “bravado.” Nevertheless, his example as founder and CEO of several 
high-tech start-up companies sheds light on the unique contours of entrepreneurial human 
resource leadership. 
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GUEST EDITORS’ NOTE: 
DON'T MISS THE BOAT: RESEARCH ON HRM AND SUPPLY CHAINS 


SANDRA L. FISHER, MARY E. GRAHAM, STEPHAN VACHON, AND ANN VEREECKE 


This paper provides an introduction to the special issue on human resource management (HRM) 
in supply chains. To this point, HRM researchers have paid little attention to the field of supply 
chain management (SCM) and how HRM practices may help firms manage their supply chains 
more effectively. We provide an overview of supply chain management (SCM) for readers new to 
this field. We conceptualize three potential applications of HRM in supply chains, and then use our 
framework to introduce and link the papers that comprise the special issue. 


813 
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SUPPORTING LONG-TERM WORKFORCE PLANNING WITH A DYNAMIC 
AGING CHAIN MODEL: A CASE STUDY FROM THE SERVICE INDUSTRY 
ANDREAS GRORBLER AND ALEXANDER ZOCK 


This study demonstrates how a dynamic, aging chain model can support strategic decisions 

in workforce planning. More specifically, we used a system dynamics model (a modeling and 
simulation technique originating from supply chain management) to improve the recruiting and 
training process in a large German service provider in the wider field of logistics. The key findings 
are that the aging chain of service operators within the company is affected by a variety of delays 
in, for example, recruiting, training, and promoting employees, and that the structure of the 
planning process generates cyclic phases of workforce surplus and shortage. The discussion is 
based on an in-depth case study conducted in the service industry in 2008. Implications are that 
pianning processes must be fine-tuned to account for delays in the aging chain. The dynamic 
model provides a tool to gain insight into the problem and to improve the actual human resource 
planning process. The value of the paper lies in the idea of applying a well-known and quantitative 
method from supply chain management to a human resource management issue. 


829 


AN EXPLORATORY STUDY OF GOVERNANCE IN THE INTRA-FIRM HUMAN 
RESOURCES SUPPLY CHAIN 


ELAINE FARNDALE, JAAP PAAUWE, AND PAUL BOSELIE 


The human resource management (HRM) literature has paid insufficient attention to supply 
chain management (SCM) when exploring the architecture of human resources (HR). Drawing 

on an SCM perspective, this study develops our understanding of (1) the intra-firm HR supply 
chain, and (2) how this HR supply chain influences corporate governance processes within large 
organizations. We argue that the HR function, represented as an internal professional service 
supply chain, needs appropriate governance principles as it operates through multiple delivery 
channels and with a wide variety of HRM practices. Exploratory findings from a qualitative 
empirical study of seven large organizations investigating governance and risk management in 
the HR supply chain are presented. These in-depth interviews uncover how formal governance is 
relatively easy for these organizations to achieve, supported by outcome-focused monitoring tools, 
but informal governance mechanisms can fail due to insufficient attention. Although standardized 
approaches to HR delivery can maximize the opportunity for HR governance, little evidence was 
found that the organizations were considering the related governance implications explicitly. 


849 


CEOs WITH A FUNCTIONAL BACKGROUND IN OPERATIONS: REVIEWING 
THEIR PERFORMANCE AND PREVALENCE IN THE TOP POST 


BURAK KOYUNCU, SHAINAZ FIRFIRAY, BJORN CLAES, AND MONIKA HAMORI 


With this study, we update research by Ocasio and Kim (1999) by testing whether the trends that 
favored the prevalence of CEOs with an operations background in the 1980s and early 1990s 
continued between 1992 and 2005. Given that supply chain management became a top business 
priority during this period, we expect a greater prevalence of CEOs with an operations background. 
This is because traditionally, executives belonging to the operations function have assumed 
responsibility for supply chain management issues. Our results, based on a sample of 437 CEOs 
who lead large-sized U.S. firms in eight industries, provide partial support for the hypothesis 

that CEOs with a functional background in operations attain higher post-succession performance 
than CEOs with other functional backgrounds. In addition, we find that the likelihood that newly 
appointed CEOs have a background in operations is greater in succession events that have taken 
place more recently and in situations that occurred in the face of poor firm financial performance. 
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INVESTIGATING THE IMPACT OF ORGANIZATIONAL CULTURE ON 
SUPPLY CHAIN INTEGRATION 
MICHAEL J. BRAUNSCHEIDEL, NALLAN C. SURESH, AND ALICIA D. BOISNIER 


Supply chain integration constitutes the major thrust of supply chain management initiatives. In 
this study, we investigate the effects of organizational culture to determine the types of cultural 
characteristics that are strongly associated with efforts to integrate the supply chain and delivery 
performance. Previous researchers have theorized and demonstrated that organizational culture 
leads to adopting management practices consistent with the culture and that these practices are 
associated with firm performance. There has been a relative dearth of research, however, on the 
impact of organizational culture in operations management literature. Thus, this study investigates 
the effects of organizational culture, measured by the competing values framework (CVF), on two 
types of supply chain integration efforts: (1) internal integration and (2) external integration with 
key suppliers and key customers. Employing the CVF, we assess organizational culture along four 
dimensions— market, hierarchy, clan, and adhocracy. Results indicate that culture does influence 
firms to adopt internal and external integration practices. Our findings also provide evidence that 
a firm’s adhocracy culture score is positively associated with external integration, while a firm’s 
hierarchy culture score is negatively associated with both internal and external integration practices. 


EVOLVING HR PRACTICES IN A STRATEGIC INTRA-FIRM SUPPLY CHAIN 
MARIE KOULIKOFF-SOUVIRON AND ALAN HARRISON 


While there are several studies on human resource management (HRM) at the inter-firm dyadic 
relationship level, the HR aspects of intra-firm strategic supply relationships have been largely 
ignored. Yet interdependence requires coordination among functions, sites, and stages of the 
internal supply chain (SC). Drawing on a case study of a large European pharmaceutical company, 
which we call Tyrenco, we explore how HR practices evolve within the strategic intra-firm supply 
relationship. Our findings illustrate the disruptive effects of HR practices when they are focused on 
site-based objectives and the improved coordination that results from redesigning HR processes 
to achieve internal operational integration. We highlight the tension between site-based, financial 
controls and an emergent SC logic. Drawing on recent interest in cooperative approaches to 

HR practices, this study seeks to operationalize the need to align HR practices with end-to-end 
objectives at different stages of the intra-firm supply chain. Our findings have practical implications 
for designing HR practices within multinational corporations (MNCs) that are characterized by 
complex and fragmented internal environments. 


LINKING HUMAN CAPITAL TO COMPETITIVE ADVANTAGES: 
FLEXIBILITY IN A MANUFACTURING FIRM’S SUPPLY CHAIN 
YAN JIN, MARGARET M. HOPKINS, AND JENELL L.S. WITTMER 


Flexibility in a manufacturing firm is a strategic choice that advances the firm’s superior 
performance. This is especially true in the emerging supply chain, which makes the firm's 
environment particularly turbulent. This paper examines the critical relationships between a 
manufacturing firm’s human capital, the firm’s flexibility, suppliers’ flexibility, and the firm’s 
competitive advantages. Based on questionnaire responses from 201 senior supply chain 
management professionals in several manufacturing industries, this study establishes direct links 
between a manufacturing firm’s human capital and the firm’s superior flexibility, and between a 
manufacturing firm’s flexibility and its competitive advantages. In addition, this research finds that 
the firm’s flexibility mediates the relationship between the firm’s human capital and its competitive 
advantages, as does the connection between the suppliers’ flexibility and the firm’s competitive 
advantages. 
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THE IMPACT OF DIVERSITY AND EQUALITY MANAGEMENT ON FIRM 
PERFORMANCE: BEYOND HIGH PERFORMANCE WORK SYSTEMS 


CLAIRE ARMSTRONG, PATRICK C. FLOOD, JAMES P. GUTHRIE, WENCHUAN LIU, 
SARAH MacCURTAIN, AND THADEUS MKAMWA 


This article demonstrates that a diversity and equality management system (DEMS) contributes to 
firm performance beyond the effects of a traditional high-performance work system (HPWS), which 
consists of bundles of work practices and policies used extensively in high-performing firms. 

A DEMS typically includes diversity training and monitoring recruitment, pay, and promotion 
across minority or other disadvantaged groups. Our analysis of quantitative data from service and 
manufacturing organizations in Ireland confirms that HPWS practices are associated with positive 
business performance and finds specifically that DEMS practices are positively associated with 


higher labor productivity and workforce innovation and lower voluntary employee turnover. 


DOES STRUCTURING OF HUMAN RESOURCE MANAGEMENT PROCESSES 
ENHANCE EMPLOYEE CREATIVITY? THE MEDIATING ROLE OF 
PSYCHOLOGICAL AVAILABILITY 

GALY BINYAMIN AND ABRAHAM CARMELI 


In this study, we develop a theoretical conceptualization and an operational definition of 
structuring of human resource management (HRM) processes and examine how this structuring 
enables employee creativity at work. Analyzing data collected from employees and their managers 
in knowledge-intensive workplace settings, we examine a mediation model that suggests that the 
relationship between structuring of HRM processes and employee creativity is best explained in 
terms of the intervening variables of perceived uncertainty, stress, and psychological availability. 
Results suggest that structuring of HRM processes is negatively associated with perceived 
uncertainty and stress. These perceptions produce a sense of psychological availability, which 

in turn enhances employee creativity. This study offers new insights about diagnosing the 

level of structuring of HRM processes and the ways managers and HR directors facilitate its 
implementation in their organization. 


THE HUMAN RESOURCE DEPARTMENT'S ROLE AND CONDITIONS THAT 
AFFECT ITS DEVELOPMENT: EXPLANATIONS FROM AUSTRIAN CEOs 
JULIA BRANDL AND DIONNE POHLER 


Using a qualitative approach, this study fills a void in the literature on strategic HRM by 
analyzing Austrian CEOs’ perceptions of the role of the HR department in their organizations, 

and the conditions that affect the development of a strategic role. The results suggest that even 

if CEOs have an overall positive evaluation of their HR departments and are willing to delegate 
responsibility for higher-level decision-making, to develop the HR department's role, CEOs must 
also feel they have the scope to do so. A framework for future research and practical implications 
for opportunities and constraints confronting HR managers are discussed. 


REDUCING BURNOUT IN CALL CENTERS THROUGH HR PRACTICES 
FILIPA CASTANHEIRA AND MARIA JOSE CHAMBEL 1047 


Previous research on call centers has demonstrated that human resource (HR) practices can be 
related to employee stress; however, these studies did not examine the linking mechanisms 
underlying these associations. Using the job demands-controi model as a theoretical framework, 
we examine perceived job demands (namely emotional dissonance and quantitative demands) and 
autonomy as potential mediators in the relationship between HR systems and burnout (exhaustion 
and cynicism). We distinguish between HR control systems, which include performance monitoring 
practices and HR involvement systems, which include training, participation, and performance- 
related pay. This study samples 811 employees working in 11 call centers. Our findings support the 
idea that HR systems can help reduce burnout in call centers by verifying that HR control systems 
associated with more emotional dissonance and less autonomy increase burnout. On the other hand, 
an HR involvement system decreases workers’ burnout because it alleviates the job demands of 
emotional dissonance and quantitative demands. This study fills a gap in the literature between HR 
systems and burnout by demonstrating the role job demands and autonomy play in explaining how 
HR systems improve or decrease workers’ exhaustion and cynicism. 


THE IMPACT OF JOB EMBEDDEDNESS ON INNOVATION-RELATED 
BEHAVIORS 
THOMAS W. H. NG AND DANIEL C. FELDMAN 1067 


It has often been argued that low turnover leads to less innovation in organizations, not only 
because fewer job vacancies are available for outsiders with new ideas, but also because 
longer-tenured employees might be more resistant to change. In this study, we propose that 

job embeddedness may actually strengthen employees’ motivation to generate, spread, and 
implement innovative ideas in organizations. In a longitudinal study with a diverse sample, 

we found that job embeddedness was positively and significantly related to innovation-related 
behaviors, even after controlling for demographic variables, the job attitudes, and the job 
perceptions that are frequently associated with job embeddedness. In addition, we found some 
support for the proposed moderating effects of career stage; that is, the relationship between job 
embeddedness and implementing innovative ideas was stronger for individuals in the mid- and 
late stages of their careers than for those in the early stage of their careers. This article concludes 
with directions for developing future theory. 


HR LEADERSHIP FORUM 
“A GEM FOR INCREASING THE EFFECTIVENESS OF DIVERSITY TRAINING 
FAYE K. COCCHIARA, MARY L. CONNERLEY, AND MYRTLE P. BELL 1089 


Questions about diversity training’s utility and effectiveness remain despite its widespread use and 
the significant investments many firms make in such training. As a result, some HR practitioners 
have doubts about its relevance in the workplace. In this paper, we envision a future state of 
diversity training whereby diversity is embedded into work practices and programs through direct 
knowledge transfer, continuous skill development, and accountability for learning. We recommend 
four specific guidelines that HR leaders can follow to achieve this “future state” called A.G.E.M. - 
Approach, Goals, Executive Commitment, and Mandatory Attendance. We suggest that following 
the A.G.E.M. approach will lead to the kind of transformative behavioral changes required for 
effective diversity training programs. 
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